Tracking Chart 2006 Adidas Group, Bulgaria 010011409E by Fair Labor Association
The factual information set forth on the Tracking Charts was submitted to the FLA by each Independent External Monitor and Participating Company and reviewed by FLA staff.  It is being made 
available to the public pursuant to the FLA Charter in order to strengthen the monitoring process. The FLA Charter provides for regular public disclosure of the factual results of independent 
monitoring and the resulting specific actions taken by Participating Companies. 
 
What is a Tracking Chart?  
 
Compliance is a process, not an event. A Tracking Chart outlines the process involved in FLA independent external monitoring and remediation. It is used by the accredited independent external 
monitor, the participating company and the FLA staff to do the following:  
 
 Record Findings: The independent external monitor uses the Tracking Chart to report noncompliance with FLA Code standards. The monitor should also cite the specific Code 
benchmark or national/local law that was used to measure compliance.  
 Report on Remediation: The FLA participating company uses the Tracking Chart to report on the remediation program that was implemented in order to resolve the noncompliance and 
prevent any future violations.  
 Evaluate Progress: The FLA uses the Tracking Chart for purposes of collecting and analyzing information on the compliance situation of a particular factory and for publication on our 
website. This information is updated on an ongoing basis. 
 
What a Tracking Chart is NOT - 
 
 An exhaustive assessment of factory conditions 
 
Working conditions - in any type of workplace - are dynamic. Each Tracking Chart represents a survey of the factory’s conditions on a specific day. Over time, a fuller picture emerges as 
we compile information from various sources to track the compliance progress of a factory. 
  
 A pass or fail evaluation 
 
The Tracking Charts do not certify whether or not factories are in compliance with the FLA Code. Monitoring is a measurement tool. The discovery of noncompliance issues is therefore not 
an indication that the participating company should withdraw from a factory. Instead, the results of monitoring visits are used to prioritize capacity building activities that will lead to 
sustainable improvements in the factory’s working conditions.  
 
• A one-time event  
 
Each monitoring visit is followed by a remediation program, further monitoring and remediation in an ongoing process. The Tracking Charts are updated accordingly. 
 
 
 
 
Note on Language 
Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a 
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and 
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.  
 
For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we 
have replaced the numbers with generic wording in brackets (i.e. “[some]”, “[worker interviews revealed that]”,etc.).   
 
We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the 
factory and the workers.  
 
Instructions for Printing 
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size 
(8.5 x 14in.) paper. To print the charts, please make sure to select “legal” size paper from Print properties. 
Country
Factory name
IEM
Date(s) in facility
PC(s)
Number of workers
Product(s)
Production processes
[Status] [Status]
FLA Code/ Compliance issue Country Law/Legal Reference FLA Benchmark Non-compliance Risk of Non-compliance  Evidence of Non-
compliance 
(uncorroborated)
If not corroborated, 
explain why
Sources/Documentation 
used for corroborating
Notable Features 
implemented by 
Factory Management 
or Company
PC Remediation plan Target Completion Date Factory Response 
(Optional)
Company follow up (December 2006) Documentation Completed; 
Pending; On-
going
Company Follow up Documentation Completed; 
Pending; On-
going
External 
Verification 
(Date)
Documentation Company Follow up (Cite 
date of planned or follow 
up visit, if appropriate)
Documentation
Code posting/information FLA Principle of Monitoring, Obligation of 
Companies: Establish and articulate clear, written 
workplace standards.  Formally convey those standards 
to Company factories as well as to licensees, contractors 
and suppliers. 
The Code of Conduct 
of adidas is posted in 
several places in 
Bulgarian and English.
Worker/management 
awareness of Code
FLA Principle of Monitoring, Obligation of 
Companies: Ensure that all Company factories as well 
as contractors and suppliers inform their employees 
about the workplace standards orally and through the 
posting of standards in a prominent place (in the local 
languages spoken by employees and managers) and 
undertake other efforts to educate employees about the 
standards on a regular basis.
Workers and middle 
management are not 
acquainted with the Code, 
they know it is posted, but 
have not been informed 
what it is about. Most of 
them have not read it.
Interviews with managers 
and workers
A documented training will be given to all workers 
and middle management about the Code for the 
workplace standards. 
1/23/2007  They started giving an orientation 
training to all workers on 11/24/2006. 
Not completed yet. All workers and 
middle management will be given a 
documented training about the company 
policies and procedures.
On-going Training on previous company policy was completed for all workers and 
middle management. The new company policy has been completed but 
has not been translated into Bulgarian. Factory management is waiting for 
the official approval of the English version to send it for translation. 
According to management, new policies must be approved prior to being 
launched.  Once policies are approved and translated, they will start giving 
both a verbal training and also a copy of  the company hand book to all 
worker, including hiring policy.
Hiring policy gives a 
detailed information about
what kind of trainings and 
documents need to be 
given to the new workers.
On-going
Confidential non-compliance 
reporting channel
FLA Principle of Monitoring, Obligation of 
Companies: Develop a secure communications channel, 
in a manner appropriate to the culture and situation, to 
enable Company employees and employees of 
contractors and suppliers to report to the Company on 
noncompliance with the workplace standards, with 
security that they shall not be punished or prejudiced for 
doing so. 
There is no channel for 
confidential communication
to be used by the factory 
employees for reporting 
non-compliance.
Interviews and visual 
inspection did not spot 
any communication 
channels to adidas.
The facility will implement suggestion boxes 
system and worker representatives system to 
provide communication channels for workers. All 
workers will be given a documented training about 
the company policies and procedures.  In addition,
PC compliance team provides workers with 
contact information during worker interviews to 
provide workers contact information in the case 
they need to report a non-compliance or grievance
to PC. 
1/23/2007 There are implemented 
suggestion/complaint boxes in the 
facility and there are worker 
representatives who meet with the 
management. All workers will be given a
detailed information about these 
channels during the orientation training. 
They started giving an orientation 
training to all workers on the 24th of 
Nov'06. Not completed yet.  
Minutes of the 
worker 
representatives 
meetings and 
suggestion box 
feedbacks are 
available and 
posted on the 
notice boards.
On-going Suggestion boxes are opened and feedback is posted together with the 
reply of management. The Open Letter to Workers (from the adidas 
Group) on which PC's contact details are written are posted on several 
places. Workers have been given a training about these channels. 
However,  there was no worker representatives meeting held for January 
and April 2007. Management was committed to held the meetings 
regularly and make a yearly schedule for these meetings.
Minutes of the worker 
representatives meetings 
and suggestion box 
feedbacks are available 
and posted on the notice 
boards.
On-going
Freedom of Movement If factory entrances are locked or guarded to prevent non-
employee access to the premises for security reasons, 
employees will have free egress at all times.
Factory entrance is 
guarded, leave is 
allowed with a written 
permission of the 
supervisor
Workers and 
management interviews
1.  Workers will be able to leave the factory 
premises without the permission of the supervisor.
2. The workers will not have to fill any permission 
form but write on a small notification paper that 
they are going out of the factory premises during 
breaks. For this they will not request any 
permission. This policy will also be announced 
during the training.
1/23/2007 Since the 27th of November the facility 
started using notification documents on 
the gate. Any worker who wants to go 
out during breaks takes this form and 
writes his/her name on it and goes out 
without taking permission form.
On-going Worker interviews prove that the remediation was implemented. Workers 
only fill the notification document which is available at the security desk 
without having to ask for it, and then leave the factory premises. 
Completed
Freedom of Movement Labour Code, Art. 348 para 3 Employers are prohibited from practices that restrict a 
worker’s ability to terminate his or her employment or 
freedom of movement, including physical or mental 
coercion, deposits, unreasonable financial penalties or 
recruitment fees, and access to and renewal of identity 
papers and/or work permits or other legal identification 
documents.
Originals of WRB are 
found in the personal files; 
declarations by the 
workers that they agree 
with that are present as 
well 
Risk of restriction of 
the freedom of entering 
and leaving 
employment relations
Personnel files 1. The facility  will ask for the WRB on the first 
day of the worker to stamp it and then give it back 
to the workers on the same day. 2. The facility will 
prepare a policy with procedures and an assigned 
person to provide sustainability to this 
remediation. 3. The facility will try  to reach the 
workers whose original WRBs are still in the 
facility in order to return them. 
12/22/2006 We have sent letters to 
each of the 160 workers 
who did not come to work 
for the last two months. 
We are now waiting for 
them to come and get their 
original WRB. Therefore 
we can not give a specific 
deadline.
1.  The facility gave back the original 
WRB to the workers that they could 
reach. There are 160 original WRBs 
left.  2. All of the remaining WRBs 
belong to workers who did not come to 
work in at least two months. 3. The 
facility sent letters to these workers and 
informed them to come and get back 
their original WRB.   
On-going The last remaining WRBs were given back to the ex workers or their 
relatives on June 20th, 2007.
There is a record book 
with the name and 
signature of the people 
who received the WRBs.
Completed
Recruitment Contracts There can be no employment terms (including contracts, 
recruitment arrangements, or any other instruments) 
which specify that employees can be confined or be 
subjected to restrictions on freedom of movement; allow 
employers to hold wages already earned; provide for 
penalties resulting in paying back wages already earned; 
or, in any way punish workers for terminating 
employment.  (It is acceptable to provide bonuses to 
workers who stay for a term of contract and meet 
reasonable conditions, such as regular attendance, 
t lit d lit t
Written procedure for 
hiring and dismissal of 
personnel
Other Labour Code, Chapter 5, Art.62 
para 1, Art.63 para 1 and 2: The 
worker shall have a copy of the 
signed employment contract
 [#] temporary and [#] 
other workers 
interviewed off-site said 
they don't have 
employment contracts.
Worker interviews 1.  All workers will be asked if they have their 
employment contracts or not. The management 
will prepare a list for the workers to sign in their 
names if they received a copy of their l.b. and if 
not they will not sign. 2.  Any worker who is found 
to have not received his/her e.b. will be provided 
one.
12/23/2006 1.  Worker interviews and worker files 
verified that the workers interviewed on 
the audit date have a copy of their 
employment contracts. 2. Workers also 
said that the management asked if there
are any workers who do not have a 
copy of his/her l.b. 3.  New workers 
said that they received it before they 
started working.
On-going All workers who did not have received a copy of their labor contracts 
previously are given a copy of their labor contracts. New workers are 
given a copy of their labor contract on their first day.
Workers signed a receipt 
confirmation list while 
getting  a copy of their 
contracts. The list is 
available among the HR 
files.
Completed
Age Documentation Employers will maintain proof of age documentation for 
all workers, such as a birth certificate, which verifies date 
of birth.
There are no copies of 
personal ID cards or birth 
certificates in all personal 
files
Personnel files 1. Copies of personal ID cards or birth certificates 
must be available in all personal files.  2. The 
worker files will be completed on the first day of 
employment. 3.  The procedure to provide a 
sustainable solution will be written in details within 
the hiring policy.
12/15/2006 1. Factory management has begun to 
request the copies of the personal ID 
cards or birth certificates. 2. There are 
no missing documents in the files of the 
new workers (from last two months). 3. 
There are still around 270 worker files 
with missing documents. 
On-going All the missing documents in the personnel files are completed in March 
2007. 
Worker files checked. No 
missing document in the 
checked files and the 
management also 
confirmed that they have 
gone over them one by 
one and completed them 
all.
Completed
Children on premises Children under the local minimum working age will not be 
allowed in the factory work area at any time, unless they 
are part of a guided school group tour or other such 
unusual event.  Children must not visit parents in the 
factory production areas
 There is no written 
policy and/or procedure 
for ensuring that 
underage juveniles can 
be hired or be working 
in non-compliance with 
the law
Children at age 13-14 
have been working 
during the summer
There were no juvenile 
workers present during 
worker interviews
Worker interviews 1.  A written policy with detailed procedures will 
be prepared about the hiring and employment of 
juvenile workers. No workers under the legal age 
limit must be allowed to work at the factory under 
any circumstances.  
12/22/2006 We never had workers 
under the age of 16. And 
all juvenile workers are 
employed  according to the 
law.
There were 35 juvenile workers on the 
audit day. The youngest was born in 
1990. There is still no written policy with 
detailed procedure about the hiring and 
working hours of the juvenile workers. 
The management is committed to 
prepare the related policy with detailed 
procedures and communicate policy to 
the entire workforce.
On-going There was no juvenile worker on the audit day.  The hiring policy stated 
that underage juveniles (child labor) are not permitted and they have 
prepared a separate policy for juvenile workers which stated clearly the 
working standards for juveniles. However this policy was not translated to 
Bulgarian yet: 1 - The policy will be translated into Bulgarian and it will be 
posted on the notice boards. 2- A training will be given to all workers. The 
management is committed to complete the translation and trainings till the 
1st Aug'07.
Hiring policy and The 
Working Hours of 
Juveniles Policy are 
ready with procedures in 
English.
On-going
Legal compliance for juvenile 
workers
Labour Code, chapter 15, section I; 
Regulation No 4/1987 on the jobs 
prohibited for persons between 15 
and 18 
Employers will comply with applicable laws that apply to 
young workers, i.e., those between the minimum working 
age and the age of 18, including regulations relating to 
hiring, working conditions, types of work, hours of work, 
proof of age documentation, and overtime
Juveniles working night 
shift have been identified 
(they have work permits)
Workers from off-site 
interviews stated both 
permitted and illegal 
juvenile workers 
worked normal shifts as 
the rest of the workers
Accounting 
documentation-payroll 
slips
1.  Juveniles must not be allowed to work night 
shifts.  2. A written policy with detailed 
procedures will be prepared about the working 
hours of juvenile workers.
12/22/2006 We never had illegal 
juvenile workers and we do 
not know what it means. All 
of our juvenile workers 
have and had work permit. 
Only for one week in 
August 2006 one of the 
supervisors let a juvenile 
worker work in the night 
shift. We have fired that 
supervisor as soon as we 
noticed it. There was no 
other case in our company 
and there was no juvenile  
workers working in the 
night shift during the FLA 
audit
There were 35 juvenile workers on the 
audit day. They had work permit and 
none of them were working night shift. 
The policy was still not ready. The 
factory management will communicate 
juvenile policy to workers once it is 
completed.
On-going There was no juvenile worker on the audit day.  The hiring policy stated 
that underage juveniles (child labor) is not allowed and they have prepared 
a separate policy for juvenile workers which stated clearly the working 
standards for juveniles. However this policy was not translated to Bulgarian
yet: 1 - The policy will be translated into Bulgarian and it will be posted on 
the notice boards. 2- A training will be given to all workers. The 
management is committed to complete the translation and trainings till the 
1st Aug'07. 
Hiring policy and The 
Working Hours of 
Juveniles Policy are 
ready with procedures in 
English.
On-going
Physical Abuse Labour Code, Art.127 para 2 Employers will not use physical discipline, including slaps
pushes or other forms of physical contact (or threats of 
physical discipline).
There is no written 
policy for prevention of 
physiclal abuse 
Procedure needed Document review, 
management interviews
1.  A policy prohibiting any form of abuse including
physical abuse will be prepared with detailed 
procedures and an assigned person to oversee it. 
2.  Factory management to post policy in 
accessible area to workers, as well as to 
communicate it verbally to entire workforce.  
Policy should include disciplinary measures for 
workers who are found guilty of any type of 
b
Launch of the new 
policy: 12/22/2006.
Orientation training to all 
workers: 12/29/2006.
1. They have prepared a policy for 
prevention of physical abuse, however it
does not have detailed procedures. The 
management is committed to prepare 
these procedures which we have 
discussed about in details and to 
communicate them to the work force.
On-going The policy for prevention of  physical abuse  has been drafted, and the 
designated person to enforce and carry out the policy has been assigned. 
However,  this policy was not translated to Bulgarian yet: 1.  The policy will
be translated into Bulgarian and it will be posted on the notice boards. 2- A
training will be given to all workers. The management is committed to 
complete the translation and trainings by the 1st Aug'07.
The policy for prevention 
of physical abuse and its 
procedures are ready in 
English.
On-going
Sexual Harassment Employers shall not offer preferential work assignments 
or other preferential treatment of any kind in actual or 
implied exchange for a sexual relationship, nor subject 
employees to prejudicial treatment of any kind in 
retaliation for refused sexual advances
There is no written 
policy for prevention of 
sexual harassment 
Procedure needed Document review, 
management interviews
1. A policy prohibiting sexual harassment  will be 
prepared with detailed procedures and an 
assigned person to oversee it.   Policy should 
include disciplinary measures for workers who are 
found guilty of any type of abuse. 2.  Factory 
management to post policy in accessible area to 
workers, as well as to communicate it verbally to 
Launch of the new 
policy: 12/22/2006. 
Orientation training to all 
workers: 12/29/2006.
They have prepared a policy for 
prevention of sexual abuse, however it 
does not have detailed procedures. The 
management is committed to prepare 
these procedures which we have 
discussed about in details and 
communicated this to the work force.
On-going The policy for prevention of  sexual abuse has been drafted, and the 
designated person to enforce and carry out the policy has been assigned. 
However,  this policy was not translated to Bulgarian yet: 1.  The policy will
be translated into Bulgarian and it will be posted on the notice boards. 2- A
training will be given to all workers. The management is committed to 
complete the translation and trainings by the 1st Aug'07.
The policy for prevention 
of  sexual abuse and the 
procedures for it are 
ready in English.
On-going
Disciplinary Practices Employers will utilize consistent written disciplinary 
practices that are applied fairly among all workers
Written procedure for 
imposing disciplinary 
measures
Training of Management in 
Disciplinary Practices
Employers will provide training to managers and 
supervisors in appropriate disciplinary practices
There is no programme 
for training of middle 
management in 
appropriate disciplinary 
parctices
They had a programme 
and now they have a 
revised one. The date 
will be changed bec 
there need to be some 
revisions in the 
procedures.
Document review, 
management interviews
The training programme of middle management 
will be revised and announced to the middle 
management. 
12/22/2006 The revised training programme of 
middle management was still not ready. 
The HR manager agreed to submit the 
draft by the 15th of Dec.
Pending A documented training was given to all middle management on 2/21/2007 
about the company policies (The English version of the updated new 
policies were used). However, there is still no training programme for 
2007. The management is committed to prepare and submit the training 
programme by 13th July'07.
On-going
Disciplinary Action  
Punishment of Abusive 
Supervisors/Manager
Labour Code, Art.127 para 2 Management will discipline (could include combinations of 
counseling, warnings, demotions, and termination) 
anyone (including managers or fellow workers) who 
engages in any physical, sexual, psychological or verbal 
harassment or abuse
After a complaint to the 
top management a 
supervisor was 
dismissed for 
humiliating attitude 
Verbal abuse Labour Code, Art.127 para 2 Employers will prohibit screaming, threatening, or 
demeaning verbal language
A supervisor used rude 
language and abused 
workers.
Worker interviews Detailed procedures will be prepared for the non-
harassment policy and the training will be 
completed accordingly.  Please see remediation 
under physical abuse.  
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
Training about the non-harassment 
policy given on the 13th of Oct. 
However the present non-harassment 
policy has no detailed procedures. The 
management is committed to prepare 
these procedures which we have 
discussed about in details and 
communicated this to the work force.
On-going The policy for non-harassment  has been drafted, and the designated 
person to enforce and carry out the policy has been assigned. However,  
this policy was not translated to Bulgarian yet: 1.  The policy will be 
translated into Bulgarian and it will be posted on the notice boards. 2- A 
training will be given to all workers. The management is committed to 
complete the translation and trainings by the 1st Aug'07.
The English version of the
non-harassment policy is 
available, 
On-going
 Monetary Fines and 
Penalties  
Labour Code, Art.272 para 1 Employers will not use monetary fines and penalties for 
poor performance
Deductions due to non-
quality production have 
been made; after May 
2006 following GLI 
prescription the sums 
were reimbursed and the 
practice was stopped
Document review - GLI 
protocol
1.  It will be written in the company policy that 
there is no penalty deduction in the facility.  2.  
Factory management to provide verbal training to 
all workers, including, supervisors and managers 
on this policy.  
1.  Company policy indicates that there 
is no monetary fines in the factory.   No 
violation and no application of such 
since May 2006.  2.  Factory 
management has posted policy in 
bulletin board. 
On-going Worker feedbacks and documentation check proves that this issue has 
been remedied in a sustainable way.
Company policy Completed
4. Harassment or Abuse
3. Child Labor
1. Code Awareness
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological 
or verbal harassment of abuse.
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, 
termination or retirement, on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political 
opinion, or social or ethnic origin.
5. Nondiscrimination
Company Verification Follow up
2. Forced Labor 
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or 
younger than the age for completing compulsory education in the country of manufacture where such age is higher than 15.
Remediation Updates (21st June 2007) Third-Party VerificationIEM Findings
Socks, underwear, pantihoses
Socks: Sewing of socks toes, ironing, pairing, stamping, marking, 
packing, expedition
2-3 October 2006
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[Status] [Status]
FLA Code/ Compliance issue Country Law/Legal Reference FLA Benchmark Non-compliance Risk of Non-compliance  Evidence of Non-
compliance 
(uncorroborated)
If not corroborated, 
explain why
Sources/Documentation 
used for corroborating
Notable Features 
implemented by 
Factory Management 
or Company
PC Remediation plan Target Completion Date Factory Response 
(Optional)
Company follow up (December 2006) Documentation Completed; 
Pending; On-
going
Company Follow up Documentation Completed; 
Pending; On-
going
External 
Verification 
(Date)
Documentation Company Follow up (Cite 
date of planned or follow 
up visit, if appropriate)
Documentation
Company Verification Follow upRemediation Updates (21st June 2007) Third-Party VerificationIEM Findings
Sex discrimination There shall be no differences in compensation and 
benefits attributable to gender
There is no written 
policy to prevent sex 
discrimination
 Document review, 
management interviews
1.  A policy to prevent sex discrimination will be 
prepared with detailed procedures and an 
assigned person to oversee it. 2.  New workers 
will be trained on discrimination policy during new 
employee trainings. 
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
Factory management has prepared a 
policy to prevent sex discrimination, 
however it does not have detailed 
procedures on how factory plans to 
prevent sex discrimination. The factory 
management is committed to prepare 
procedures which have been discussed 
with PC and communicate policies and 
procedures to all workers in the factory.
On-going The policy for non-discrimination has been drafted, and the designated 
person to enforce and carry out the policy has been assigned. However,  
this policy was not translated to Bulgarian yet: 1.  The policy will be 
translated into Bulgarian and it will be posted on the notice boards. 2- A 
training will be given to all workers. The management is committed to 
complete the translation and trainings by the 1st Aug'07.
The policy and 
procedures  to prevent 
sex discrimination is 
available in English.
On-going
Pregnancy Discrimination Information arising from pregnancy testing undertaken 
voluntarily will not be used as a factor in involuntarily 
reassigning, firing or making any other employment 
decision that disadvantages a pregnant woman
There is no written 
policy to prevent 
pregnancy 
discrimination
 1.  A policy to prevent pregnancy discrimination 
will be prepared with detailed procedures and an 
assigned person to oversee policy. 2.  Policy will 
be communicated during new worker trainings.
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
1.  Factory management has prepared 
a policy to prevent pregnancy 
discrimination, however it does not have 
detailed procedures.  Factory 
management is committed to prepare 
these procedures which we have 
already been discussed in details with 
PC, and communicate to the work 
force
On-going The policy to prevent pregnancy discrimination has been drafted, and the 
designated person to enforce and carry out the policy has been assigned. 
However,  this policy was not translated to Bulgarian yet: 1.  The policy will
be translated into Bulgarian and it will be posted on the notice boards. 2- A
training will be given to all workers. The management is committed to 
complete the translation and trainings by the 1st Aug'07.
The policy to prevent 
pregnancy discrimination 
and its procedures are 
available in English. 
On-going
Pregnancy Accommodation Labour Code, Regulation No 7/1999
on minimum OSH requirements, 
Regulation No 11/1987 concerning 
premises for personal hygiene of 
women and for the rest of pregnant 
Reasonable accommodation will be made in the event of 
pregnancy, in a manner that will not unreasonably 
disadvantage the pregnant woman.
Premises for personal 
hygiene of women and for 
the rest of pregnant 
women do not meet the 
requirements of the law
 Visual inspection  Premises for personal hygiene of women and for 
the rest of pregnant women will meet the 
requirements of the law
12/31/2007 The shower is still missing.   On-going The management has started reconstructing the building and they 
confirmed that the showers will be completed by 10th Aug'07. It has been 
verified that the showers are half way completed.
On-going
Fire Safety  Health and 
Safety legal compliance
LC, Law on OSH, Regulation No 
7/1999 on minimum OSH 
requirements, Regulation No 7/1997
on Fire Safety of premises at work 
Employer will comply with applicable health and safety 
laws and regulations.  In any case where laws and code 
of conduct are contradictory, the higher standards will 
apply.  The factory will possess all legally required 
permits
The factory strictly 
adheres to the fire 
safety legal 
requirements
Chemical Management Regulation No 13/2003 concerning 
protection against exposure of 
workers to chemical agents   
All chemicals and hazardous substances should be 
properly labeled and stored in accordance with applicable
laws.  Workers should receive training, appropriate to 
their job responsibilities, in the safe use of chemicals and 
other hazardous substances
"Trichloroethylene" is 
used for cleaning the 
stamps and spots. A 
particular workplace for 
this work is not 
determined, equipped 
with a proper aspiration 
and running water. 
Workers performing 
this work are not 
especially trained, 
instructed and provided 
with appropriate PPEs. 
Information Sheet for a 
safe use of the 
chemical are not 
available
During the audit this 
kind of work has not 
been performed. No 
evidence has been 
provided that the 
cleaning is performed 
outside the workshop. 
Samples of the 
chemical and 
information safety 
sheets in any language 
have not been 
produced to the 
auditor.The auditor has 
made his judgement 
indirectly based on the 
interviews with workers 
and employees and on 
the written Risk 
assessment
Approved lists of PPEs 
to be provided for to 
different cathegories of 
workers, Risk 
assessment (6.11.2005)
1. The facility must discontinue the use of 
trichloroethylene as it is considered a banned 
chemical by the PC. 2. Factory management will 
build an appropriate section for stain removing 
with proper ventilation, appropriate PPE and 
MSDS, and secondary containers. In addition, 
factory management must provide chemical 
management training to all workers who handle 
stain removing chemicals.  3.  Factory 
management must provide documentation of all 
training provided. 
12/22/2006 1.  The management stopped cleaning 
stains in the facility since the FLA audit. 
2. They are sending the stained goods 
to the other approved facility  with an 
approved stain removing area. 3. 
Factory management will continue to do 
this until appropriate chemical removing 
area is completed. 
On-going They have a stain removing table with ventilation now. However the MSDS 
was not posted and the stain removing worker was not given a PPE or 
chemical handling  training. The management was committed to get the 
MSDS and get an appropriate training for the worker by 15th July'07. 
On-going
Sanitation in Facilities Regulation No 7/1999 on minimum 
OSH requirements
All facilities including factory buildings, toilets, canteens, 
kitchens, and clinics, shall be kept clean and safe and be 
in compliance with applicable laws
Lavatories are not clean. 
Some of the wash-hand-
stands  are not kept in 
good shape, faucets for 
hot water and some of 
those for cold water are 
missing 
Visual inspection, 
workers interviews
There is a medical 
doctor twice per week 
Factory management will prepare a written policy 
for the cleaning workers about the daily, weekly 
and monthly programme for cleaning and 
maintenance of the lavatories; including how to 
report if there is a problem with a faucet or 
lavatories to the designated person. 
12/15/2006 The lavatories were clean on the audit 
day, however there is no system to 
provide sustainability. Also, some of the 
faucets are not working.
On-going The lavatories were recently renovated and a cleaning person was hired to
take care of the housekeeping/cleaning the toilets. There is a daily  task 
list in place to ensure that the toilets are cleaned at least once every hour.
Completed.
Worker Participation Law on OSH Workers should be involved in planning for safety, 
including through worker safety committees
Workers are not aware 
of the existence of H&S 
committee, required by 
law, even though it 
exists in the documents
 Worker interviews  During the training the H&S committee and its 
functions will be announced to all workers. Before 
the meetings the meeting date will be announced 
to all workers so that they can speak with the 
members of the H&S committee about any issue 
they want.
1/31/2007 The H&S committee is meeting once 
every three months and the minutes of 
these meetings are available. Since the 
training is not completed yet, there are 
still some workers who do not have 
enough information about the H&S 
committee. 
On-going The H&S committee is meeting once every three months and the minutes 
of these meetings are posted on the notice boards. All workers have been 
trained about the role and functions of this committee. 
Meeting notes available 
and checked.
Completed.
Other According to the LC the employer 
shall ensure hot meals and 
refreshments for the workers during 
the night shift 
 The cafeteria do not work 
in the night
 Worker and management 
interviews
Cafeteria must work at night during night shift. 10/13/2006 Cafeteria currently opens during the 
breaks for all three shifts since the FLA 
audit. 
Completed
Wage Benefits Awareness Employers will communicate orally and in writing to all 
employees in the language of the worker the wages, 
incentive systems, benefits and bonuses to which all 
workers are entitled in that company and under the 
applicable law
Some workers are not 
aware how the daily 
wage is formed, esp. 
since it is changing 
often.
Worker interviews Factory management will prepare a wage policy 
with detailed procedures on how wage is 
calculated and assign person to oversee it. All 
workers will be given a documented training about 
how wages (daily/monthly) are calculated.
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
Factory management posted wage 
calculation policy on the notice boards 
and announced it during the orientation 
training. However, since the trainings 
have not been completed for all shifts, 
some workers are still not aware of how 
wages are calculated.
On-going Training has been given to all workers. Completed in March 2007. And 
after the company hand book is ready in Bulgarian, they will give another 
training about the company policies and procedures till the 1st of August.
Wage calculation policy is
available with procedures 
and it is posted on the 
notice boards.
On-going
Wage and Benefits 
Information Access
 In general, workers will have access to understandable 
information about their wages and benefits, and will not 
express dissatisfaction with their ability to get information
There are no written 
rules how the 
remuneration is formed 
and calculated
 Worker and management 
interviews, document 
review
1.  The new wage calculation policy will be more 
clear in order for workers to better understand all 
points of the remuneration. 2. The revised policy 
will be posted and it will be announced during the 
training to all workers.
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
Factory management has drafted policy 
on how the remuneration is calculated. 
However,  policy may not be clear 
enough for all workers to understand.
On-going A simplified version of the policy on how the remuneration is calculated is 
prepared and it is posted on the notice boards. Also a verbal training has 
been given to all workers about it. 
The policy on how 
remuneration is 
calculated has been 
checked.
Completed
Payroll Reporting Accurate and reliable payroll reporting, including pay 
stubs will be provided
Very well kept 
accountancy reporting 
system
Pay statement Employers will provide workers a pay statement each 
pay period, which will show earned wages, regular and 
overtime pay, bonuses and all deductions
Very well organised 
payment system with 
all necessary 
information for the 
Time-recording system Time worked by all employees, regardless of 
compensation system, will be documented by time cards 
or other accurate and reliable recording systems such as 
electronic swipe cards
Double-checked 
systems for recording 
the worked time
Payment of Legal Benefits Legally mandated benefits will be provided or paid in full 
within legally defined time periods
Social insurance 
contributions are made 
according to the full 
remuneration for the 
month paid
Timely Payment of Benefits All legally mandated deductions for taxes, social 
insurance, or other purposes will be deposited each pay 
period in the legally defined account or transmitted to the 
legally defined agency.  This includes any lawful 
garnishments for back taxes, etc.  The employer will not 
hold any of these funds over from one pay period to the 
other unless the law specifies that deposits are to be 
made less frequently than pay periods (e.g., monthly 
deposits, weekly pay).  If the law does not specify, then 
deposits will be made before the next pay period in all 
cases
Most of the workers 
said that they are with 
the factory because the 
payments are regular 
timely and strict
Forced overtime Under extraordinary business circumstances, employers 
will make extensive efforts to secure voluntary overtime 
work prior to mandating involuntary overtime
Some workers say they 
have been obliged to 
work almost every 
Saturday in the summer
and feared to refuse 
because they might be 
fired. [#] of workers 
interviewed off-site said 
they fear they will be 
fired if they have too 
many sick leaves, 
refuse to do OT or if 
they argue with the 
supervisors.
Worker interviews 1.  Factory management must write voluntary OT 
policy.   2.  Management to provide training to all 
workers (including supervisors and managers) on 
voluntary OT policy.
Launch of the new 
policy: 12/22/2006. 
Documented training to 
all workers: 12/29/2006.
We have once more 
announced after the FLA 
audit to each division that 
OT working is voluntary.
 1.  There is still no policy with detailed 
procedures on voluntary OT. 2.  Since 
the trainings are not completed yet, 
there are still some workers who say 
that they think OT is compulsory. 
Factory management has discussed 
voluntary OT policy with the managers 
and the managers communicated this to 
their assigned work force.
On-going The voluntary OT policy has been drafted, and the designated person to 
enforce and carry out the policy has been assigned. However,  this policy 
was not translated to Bulgarian yet: 1.  The policy will be translated into 
Bulgarian and it will be posted on the notice boards. 2- A training will be 
given to all workers. The management is committed to complete the 
translation and trainings by the 1st Aug'07.
The working hours policy 
and its procedures are 
available in English. 
On-going
Overtime Limitations Labour Code - Art.146 para 1, 2, 3 Except in extraordinary business circumstances, 
employees will (i) not be required to work more than the 
lesser of (a) 48 hours per week and 12 hours overtime or 
(b) the limits on regular and overtime hours allowed by 
the law of the country of manufacture or, where the laws 
of such country will not limit the hours of work, the regular
work week in such country plus 12 hours overtime; and 
(ii) be entitled to at least one day off in every seven day 
period.  An extraordinary business circumstance is a 
temporary period of extra work that could not have been 
anticipated or alleviated by other reasonable efforts
Some workers in the 
warehouse and packing 
have worked more than 
the permitted overtime 
hours and days
[#] of the workers 
explained that it 
happened to him to 
work three shifts in a 
row - I-st, II-nd and I-st 
again
The working hours 
record and the payroll 
for this particular 
month were checked 
but did not corroborate 
the statement
Payroll and time record 
registers
1.  A written overtime working policy with detailed 
procedures and an assigned person to oversee it 
will be prepared and posted on all notice boards. 
2.  A documented training will be given to all 
workers on overtime policy. 3. The facility will also 
prepare an action plan within this policy on how 
they will avoid any excessive OT in the future.
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
No violation since the FLA audit. 1.  The 
management prepared an OT working 
policy, however there are no detailed 
procedures for this policy and there is 
no assigned person for this policy.  2.  
The management is committed to 
prepare these procedures which we 
have discussed about in details and 
communicated them to the work force.
On-going The voluntary OT policy has been drafted, and the designated person to 
enforce and carry out the policy has been assigned. However,  this policy 
was not translated to Bulgarian yet: 1.  The policy will be translated into 
Bulgarian and it will be posted on the notice boards. 2- A training will be 
given to all workers. The management is committed to complete the 
translation and trainings by the 1st Aug'07.
The working hours policy 
and its procedures are 
available in English. 
On-going
Overtime Explanation Employers shall be able to provide explanation for all 
periods when the extraordinary business circumstances 
exception has been used.  Employers shall take 
reasonable steps to inform workers about the nature and 
expected duration of the circumstances
There is a risk for 
violation of OT 
requirements
There is no Register for 
Overtime
A written overtime working  policy with detailed 
procedures and an assigned person to oversee it 
will be prepared and posted on all notice boards.  
Policy will clearly state that OT is voluntary and 
any worker who does not want to do OT can 
leave after regular working hours without asking 
anyone. A documented training will be given to all 
workers about it.  
Launch of the new 
policy: 12/22/2006.
Documented training to 
all workers: 12/29/2006.
We have once more 
announced after the FLA 
audit to each division that 
OT working is voluntary.
The management prepared an OT 
working policy, however there are no 
detailed procedures for this policy and 
there is no assigned person for this 
policy. The management is committed 
to prepare these procedures which we 
have discussed about in details and 
communicated them to the work force.
On-going The management received the register for OT for the second half of 2006 
on Jan 22nd, 2007. The voluntary OT working policy is ready with detailed 
procedures and an assigned person. However this policy was not 
translated to Bulgarian yet: 1 - The policy will be translated into Bulgarian 
and it will be posted on the notice boards. 2- A training will be given to all 
workers. The management is committed to complete the translation and 
trainings till the 1st Aug'07.  Management confirmed that from now on they 
will continue to register all OT as they did for the last six months of 2006.
The working hours policy 
and its procedures are 
available in English. 
On-going
Legal compliance with protected 
workers
Labour Code - Art.140 para 4 item 1 The factory will comply with all applicable laws governing 
work hours, including those regulating or limiting the 
nature and volume of work performed by women or 
workers under the age of 18
Workers under 18 have 
worked longer than 7 
hours/day as well as 
working night shifts in July 
and August
Payroll A detailed working hours policy which will include 
the regulations on employement of juvenile 
workers will be prepared. Workers will be 
informed about it during the orienation training.
Launch of the new 
policy: 12/22/2006. 
Documented training to 
all workers: 12/29/2006.
No violation since August. The 
management has fired the supervisor 
who allowed this violation to happen. 
However, the working hours policy of 
the juvenile workers is still not ready. 
The management communicated this to 
the assigned work force.
On-going The working hours policy is ready with detailed procedures and an 
assigned person. However, this policy was not translated to Bulgarian yet: 
1 - The policy will be translated into Bulgarian and it will be posted on the 
notice boards. 2- A training will be given to all workers. The management 
is committed to complete the translation and trainings till the 1st Aug'07.
The working hours policy 
and its procedures are 
available in English. 
On-going
Other Labour Code chapter 7 section III 
Art. 151
Lunch break is shorter 
than the one required in 
the LC (20 and 30 
minutes respectively).
1.  Lunch breaks will not be shorter than 30 
minutes. 2. The working hours and all breaks will 
be posted on the notice boards and it will also be 
announced during the training.
12/15/2006 All our shifts always had at 
least 30 minutes for lunch 
break.
1.  All shifts have at least 30 minutes for 
lunch break.  2.  However, the detailed 
working hours is still not posted on the 
notice boards. Yet, shifts and lunch 
information has been communicated to 
workforce. 
On-going All shifts have 30 minutes break. The working hours and rest times are 
posted on the notice boards and it has been also announce to all workers 
that no one can work during rest times. 
Completed.
Miscellaneous
9. Hours of Work
8. Wages and Benefits
6. Health and Safety
Employers will recognize and respect the right of employees to freedom of association and collective bargaining
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a 
base, at least the minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide 
legally mandated benefits
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 
hours per week and 12 hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of 
manufacture or, where the laws of such country will not limit the hours of work, the regular work week in such country plus 
12 hours overtime; and (ii) be entitled to at least one day off in every seven day period
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such 
premium rate as is legally required in the country of manufacture or, in those countries where such laws will not exist, at a 
rate at least equal to their regular hourly compensation rate.
10. Overtime Compensation
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked 
with, or occurring in the course of work or as a result of the operation of employer facilities
7. Freedom of Association and Collective Bargaining
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